Recruiters from cross sections of organizations did a decision-making task with hypothetical applicants (presented as vignettes). The vignettes developed in this study are much more complex and 'real' than has been documented in extant literature (such as Graves & Karren, 1992; Roose & Doherty, 1976; Valenzi & Andrews, 1973) . Creating hypothetical resumes with inbuilt competencies was the nearest approximation to the ideal condition (i.e., conducting the study in a live-interview). Vignettes can be accused of being 'artificial,' but authors (such as Folger & Turillo, 1999; Martin, 2004) note that by providing respondents with situations they recognize as 'real,' they were able to tap into the expectations and reactions which they would have in similar social circumstances. I reiterate that though vignettes are thinly narrated scenarios, however they also operate with a certain notion of the 'real. ' This article tries to gain cognizance of the person in the context of recruitment through the lexis of competencies. We claim that most studies are restricted only to generating competencies (Alldredge & Nilan, 2000; Hill, 2012; Wickramasinghe & Zoyza, 2009) . There are existing studies hinting that competencies should be used in the context of recruitment (Robinson, Sparrow, Clegg, & Birdi, 2007; Suff, 2006; Wickramasinghe & Zoyza, 2009 ), but there is hardly any empirical study which delineates how competencies should be deployed and made sense of for the purpose of recruitment decisions. This study showcases an empirical approach to demonstrate how decisions could be based on competencies. The data obtained have been analyzed in terms of Brunswik's Lens model. Kaufmann and Athanasou (2009) in their meta-analytic paper on lens model have documented the studies carried out within the larger domain of business. Several studies have been deployed in the area of personnel selection using the 'policy capturing' approach (such as Dougherty, Ebert, & Callender, 1986; Gifford et al., 1985; Graves & Karren, 1992; Kinicki, Lockwood, Hom, & Griffeth, 1990; Roose & Doherty, 1976; Zedeck, Tziner, & Middlestadt, 1983) . These studies have looked at aspects (in full or parts) such as policy capturing in judges in terms of relative weights assigned, functional forms, strategy for combining various cues. They have calculated the variance contributed by nonverbal cues on judgment decisions, seen the impact of interviewer training program on posttraining judgments and gained cognizance of the extent of individual difference between judges. They have This document is copyrighted by the American Psychological Association or one of its allied publishers.
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predicted the success of employee (after joining the job) based on a linear combination of cues and pointed out the importance of bootstrapping, where the formula generated is superior to the decision maker himself.
Theoretical Underpinnings
The simplest model used in the Social Judgment Theory research is the Single System Design (Cooksey, /2008 , which is identical to the classical 'policy capturing' model. Here, we study the judgments of a person but no comparison with actual environmental outcomes is possible. The design used for the present study is best depicted by the n-system design (Cooksey, /2008 . The n-system design is a logical extension of the Lens model single system design involving many judges. The essential goal of the n-system design is to capture and compare policies and identify factions within the group (Cooksey, /2008 . Based on this theoretical understanding we propose the model below for the current study depicted by Figure 1 .
For one candidate (or interviewee) X 1 , X 2 , X 3 , X 4 , . . . X n are the competencies which get reflected through the behavioral indicators or cues. The recruiters, say, Y 1 , Y 2 , and Y 3 evaluate each candidate based on these competencies. Y s is the judgment of one recruiter to hire or not to hire. Therefore, Y s ϭ ␤ 1 X 1 ϩ ␤ 2 X 2 ϩ ␤ 3 X 3 ϩ . . . ϩ ␤ n X n , where, ␤ s is the This document is copyrighted by the American Psychological Association or one of its allied publishers.
weightage given to each competency according to the importance of that competency in the hiring decision. The present study is an attempt to capture how much importance is given to each competency and/or combination of competencies in arriving at selection decisions.
METHOD Sample
Snowball sampling was used to reach out to HR professionals across cross sections of organizations in India (see Table 1 ), who had at least one year of recruitment experience. One hundred three HRs had started taking the survey, of whom only 35 completed till the end. For professionals who did not complete the experiment, their data were dropped. So, the response rate was 34%. The experiment lasted for one hour.
Of the 35 recruiters, 14.28% were at the rank of management trainees, 42.85% were managers, and 42.85% were in the senior management level. Among 35 recruiters, 14.28% had work experience between 0 to 2 years, 20% between 2 to 5 years, 20% between 5 to 10 years, and 45.71% had work experience between 10 years and above. Of the 35 respondents, 28.57% had recruitment experience between 0 to 2 years, 25.71% between 2 to 5 years, 28.57% between 5 to 10 years, and 17.14% had recruitment experience between 10 years and above. This document is copyrighted by the American Psychological Association or one of its allied publishers. This article is intended solely for the personal use of the individual user and is not to be disseminated broadly.
Research Design
Hypothetical resumes (vignettes) were developed based on four competencies, each varied at two levels. These competencies were identified by the authors in an earlier study (Akhuly & Gupta, 2014) . The competencies have been summarized in Figure 2 below. However, in the Indian context, background has an important implication (as has been found in the study above), thus we have included the fourth competency as background. It is a completely within factorial design with background (urban, rural), people-oriented (high, low), individualoriented (high, low), and business-oriented (high, low), yielding a total of 16 vignettes (2 4 ϭ 2 ϫ 2 ϫ 2 ϫ 2). For an example of the vignette see the Appendix A. Each of the 35 judges rated all 16 vignettes.
Procedure Before Deploying the Field Experiment

Validity Check
After the vignettes were developed, they were given to two English language experts. To validate the vignettes, six psychology experts (five This document is copyrighted by the American Psychological Association or one of its allied publishers.
doctoral researchers and one professor of psychology) were asked to identify the competencies embedded in each vignette guided by the conceptual grid (see Appendix B). The experts were instructed to mark the vignettes on people-oriented (high/low), business-oriented (high/low), and individual orientation (high/low). The extent of agreement varied from 55% to 94%. To increase the construct validity some of the vignettes were rewritten with the help of the suggestions provided.
Expert Check for 'Reality' of Vignettes
In addition substantial efforts were made to ensure the realism of the vignettes. Seven experts with recruitment experience in the industry reviewed the stimulus material for realism prior to the study. They were told that the hypothetical resumes contain the kind of information that interviewers might normally possess during the post interview phase of the interview process. They had to answer To what extent does this person appear authentic? on a 5-point scale, very unreal (1) to very real (5). There was more than 50% agreement on reality for all the vignettes except vignette 4 (29%) and vignette 8 (28%). The hypothetical candidate in vignette 4 comprised people highbusiness low-individual low, whereas candidate 8 is constructed of people low-business low-individual low. Although they said that these character sketches are 'unreal,' it might in turn mean that they are not likely to encounter such candidates at all. Such candidates may get eliminated in the preliminary screening itself. Also, in the real world there might hardly be candidates who have all competencies at low levels. Because the study is a completely within factorial design, all the vignettes (in spite of some being 'unreal') had to be retained.
Procedure for Carrying out the Field Experiment
This study was conducted with the help of a survey software (survey gizmo). Each of the 35 judges rated all the 16 vignettes. In the survey, the vignettes have been randomized with a computer software. After having read the vignettes they were required to answer the following set of questions for each of the 16 descriptions: (a) How certain are you to recruit this candidate: This article is intended solely for the personal use of the individual user and is not to be disseminated broadly.
why? After they had answered all the 16 vignettes, 1 they had to rank order a set of 22 competencies (which could be categorized under individual-, people-, and business-oriented competencies).
RESULTS
The data collected were subjected to statistical analysis using SPSS (Version 18.0). Four-way repeated measures ANOVA, cluster analysis, binomial logistic regression was computed. Interrater reliability was calculated in MS Excel with Fleiss' multiple rater Kappa coefficient.
The experimental design is a 2 ϫ 2 ϫ 2 ϫ 2 factorial design. Because all the participants were administered all the conditions in the experiment, it is a repeated-measures design. Here the dependent measure was certainty with which they would recruit the candidate (1 ϭ very uncertain, 5 ϭ very certain).
The assumption of sphericity in a repeated-measures design was met. Table 2 below, shows that there was a significant main effect of people, F(1, 34) ϭ 4.93, p Ͻ .03, individual, F(1, 34) ϭ 58.43, p Ͻ .00, and business, F(1, 34) ϭ 22.88, p Ͻ .00, but background was not statistically significant. This effect tells us that if we ignore all other variables, ratings are different for people-high and people-low; individual-high and individual-low, and business-high and business-low.
There was a significant interaction effect between people-oriented and individual-oriented, F(1, 34) ϭ 8.731; p Ͻ .006. This effect tells us that certainty to hire across people-oriented was different for individual-high and individual-low. There was a significant interaction effect between peopleoriented and business-oriented, F(1, 34) ϭ 11.764; p Ͻ .002, and between individual-oriented and business-oriented, F(1, 34) ϭ 13.13; p Ͻ .001. Any interaction effect with background was not significant. Figure 3 through Figure 5 show the interaction effects.
As Figure 3 shows, if somebody is high on individual but low on people that person may be recruited with more certainty than somebody who is high on people but low on individual.
If somebody is high on business but low on people that person may be recruited with more certainty than somebody who is high on people but low on business (see Figure 4) .
If somebody is high on individual but low on business that person may be recruited with more certainty than somebody who is high on business but low on individual (see Figure 5 ; if the lines are extended then they will meet, because this interaction is significant). Now we move on to results based on cluster analysis. In judgment analysis research, the clustering of individual judges generally has the goal of forming clusters of judges whose cue weighting policies are most similar This document is copyrighted by the American Psychological Association or one of its allied publishers. This article is intended solely for the personal use of the individual user and is not to be disseminated broadly. (Cooksey, /2008 . Hierarchical clustering technique with Ward's method or the method of minimum variance was used. Cluster analysis was done on the Likert scores (how certain are you to recruit this candidate?). On the basis of the dendogram four clusters of judges were obtained: Subjects 1, 3, 13, 14, 16, 19, 20, 22, 25, 28 are in cluster number 1 Subjects 2, 6, 10, 17, 18, 24, 29, 30, 32, 33 are in cluster number 2 Subjects 4, 5, 12, 23, 34, 35 are in cluster number 3 Subjects 7, 8, 9, 11, 15, 21, 26, 27, 31 are in cluster number 4. We further investigated whether there is a significant difference between clusters on each of the vignettes.
One-way ANOVA was computed for each vignette with the 4 clusters as between subject variance, to find out whether there is statistical difference between the clusters on those vignettes. According to the ANOVA results there is statistical significance among clusters in vig 2, vig 4, vig 6, vig 7, vig 8, vig 9, vig 11, vig 12, vig 14, vig 15, vig 16 (see Figure 6 ). A statistical difference would mean the clusters rate differently on each vignette, which in fact indicates their differences in agreement.
In this study if we keep the background constant (because 'background' in ANOVA results do not show significant difference), and match the vignettes (vignette number: 1 ϭ 9, 2 ϭ 10, 3 ϭ 11, 4 ϭ 12, 5 ϭ 13, 6 ϭ 14, This document is copyrighted by the American Psychological Association or one of its allied publishers.
7 ϭ 15, 8 ϭ 16), then the way the clusters report for similar vignettes should be same. But that does not seem to be the case when we scrutinize the ANOVA results in Table 3 . For vignette 1, the clusters do not show significant difference, F(3, 31) ϭ 0.681, p Ͻ .571, among themselves, but for vignette 9 there is difference This document is copyrighted by the American Psychological Association or one of its allied publishers.
among clusters, F(3, 31) ϭ 3.178, p Ͻ .038. For vignette 3, the clusters do not show significant difference, F(3, 31) ϭ 0.845, p Ͻ .48, whereas for vignette 11 there is significant difference, F(3, 31) ϭ 4.336, p Ͻ .012. Similarly vignette 5 is clearly statistically nonsignificant, F(3, 31) ϭ 0.63, p Ͻ .601, but vignette 13 is also statistically insignificant but significance level is just at 0.06, F(3, 31) ϭ 2.653, p Ͻ .066. The above results may hint that background might have had some effect, though the recruiters have mentioned several times that background does not matter.
In the section below we discuss the results of binary logistic regression. Binary logistic regression was performed to find out which predictor was given more importance of the four predictors (people, individual, business, background). Dependent measure was the dichotomous variable (Would you recruit this applicant at the first level, HR generalist position? yes/no). Because previous literature was not available, Forward: Likelihood Ratio method was chosen to obtain stepwise binary logistic regression. This was performed first on the overall data set (i.e., on all the 35 judges across all the 16 vignettes) and then separately on each cluster. Two models have been computed, the first model is with interaction effects (of all the predictor variables), whereas the second model does not have interaction effects. Model without interaction effect has been reported for the sake of feasibility of comparison with the ranking scores (as will be elaborated later).
A logistic regression analysis (without interaction effect) predicted whether candidates would be selected or rejected on an interview by 35 interviewers using the four competencies as predictors. A test of the full model against a constant only model was statistically significant, indicating that the predictors as a set reliably distinguished between candidates who were selected and rejected (chi square ϭ 208.985, p Ͻ .000 with df ϭ 2). Nagelkerke's R 2 of .417 indicated a moderate 2 relationship between prediction and grouping. Prediction success overall was 75.7%, which means 2 About 0.5 is deemed practically significant (see Hair, Black, Babin, Anderson, & Tatham, 2006, p. 398) . three-fourths of the time the model can classify correctly. The Wald criterion demonstrated that only individual and business made a significant contribution to prediction (p ϭ .00, 0.00, respectively). All other variables were not significant predictors. The exponentiated coefficient indicated that a one-unit change in the independent variable will increase the odds of getting selected by 1278.5% for individual and 350.3% for business (for calculations to convert exponentiated coefficients into percentage of the odds ratio see the Appendix C). The respondents at the end of the survey were asked to rank order 22 competencies which were pooled into the four broader competencies. The aim was to map what they thought as important (while ranking) as opposed to what they actually gave importance (while deciding). The ranking that was given to each of the competencies were converted into weights (by using TOPSIS, for more see Hwang & Yoon, 1981) .
The weights that were obtained on each of the competency were summated and later aggregated in terms of the four broader competencies (viz., people, individual, business and background) for each judge. Table 4 shows the comparison of percentages obtained from the exponentiated coefficient with the weights obtained from the ranks of competencies for the entire data set.
The overall sample indicated that while judging maximal weightage was given to individual as a competency and so was the case while ranking later. But there is a discrepancy for people and business. While judging 'business' was given more importance, but while ranking 'people-orientation' was given more weightage than business.
To understand this trend at some more depth, stepwise binary logistic regression was carried out for each of the four clusters (the ones that were obtained from the cluster analysis results). Table 5 , compares across clusters, the percentages obtained from the exponentiated coefficient with the weights obtained from the ranking of competencies.
In cluster 1, 2, and 3 while judging maximal weightage was given to individual as a competency and so is the case while ranking later. Only in cluster 4 while judging maximal weightage was given to business than individual but while ranking 'individual' was given more weightage. For the second preference (in cluster 1 and 2), there is a discrepancy between people and business. While judging 'business' was given more importance, but while ranking 'people-orientation' was given more weightage than business.
The same weights can be calculated in terms of relative percentages as shown in Table 6 .
The clusters can be further compared in terms of model fit. We compare model fit in terms of Nagelkerke's R 2 and classification accuracy. Nagelkerke's R 2 (a pseudo R 2 measure reflecting the amount of variation accounted for by the logistic model) for Cluster 1, 2, 3, and 4 is .754, .459, .320, and .251, respectively. According to the classification matrix (which represents the levels of predictive accuracy achieved by the logistic model) the percentage of cases correctly classified by cluster 1, 2, 3, and 4 are 93.8%, 78.8%, 75.0%, and 69.4%. We can clearly see that the model fit and the predictive accuracy is much higher of cluster 1 than 2, 3, and 4. It was interesting to get a sense of the profiles of judges who are in cluster 1 with the demographic data collected. However, analysis shows that a clearly visible pattern in the data does not emerge. Note. We obtain the relative cue weightage as given in Cooksey, 1996/2008, p. 297 and p. 302. This document is copyrighted by the American Psychological Association or one of its allied publishers.
Numerous computational procedures have been proposed in the literature for quantifying the extent of agreement among raters (Gwet, 2010, p. 2) . To measure agreement beyond chance, Cohen (1960; as cited in Gwet, 2010) estimated the expected chance agreement rate defined as the Kappa coefficient (see equation 2.3 in Gwet, 2010, p. 16) . Interrater reliability of judges using Kappa statistic when number of categories is 2 (for the question would you hire this candidate? yes/no) was calculated (according to Gwet, 2010, p. 27) . Fleiss' multiple rater Kappa coefficient (using the formula 2.9, 2.11 and 2.13 in Gwet, 2010, pp. 27-28) was 0.343685. According to Fleiss' kappa benchmark scale (see Table 6 .2, Gwet, 2010, p. 115 ) the value of 0.343685 indicated 'poor' extent of agreement among judges.
DISCUSSION
As referenced in the introductory section, the potential employee was understood through the language of competencies. The lingering curiosity has been to find out which competencies are actually given more importance as opposed to others.
Methods such as ANOVA were useful to delineate judgments to force attention on the relevant competencies. The ANOVA table (see Table 2) showed that there was a significant main effect of people, individual, and business, but background was not statistically significant. We note the interaction effects. One can make sense of these interactions with the help of the grid used to develop the vignettes (see Appendix B).
We cannot make conclusive statement about the effect of 'background' (rural/urban) in this study, because main effect and interaction effect with background is statistically nonsignificant. Results of one-way ANOVA (see Table 3 ) for similar vignettes when matched (keeping background constant) showed that vignettes that have the rural component (vig. 9, 11, 13) are statistically significant, which meant there was dilemma among the clusters in taking candidates from 'rural' background. These results are in spite of judges constantly reporting that capabilities mattered more than family background. Findings corroborate with Jodhka and Newman's (2007) study, which focused on attitudes of hiring managers in India's organized private sector, where they documented that virtually every interviewer thought that workers should be recruited strictly according to merit. However, in their study some HR managers have confessed that, "we look at . . . (1) Good background, (2) educated parents, (3) brother and sister working, and (4) preference for those from urban areas." Brunswik (1952 Brunswik ( , 1956 ; as cited in maintained that each organism's behavior should be individually examined termed as the idiographic This document is copyrighted by the American Psychological Association or one of its allied publishers.
statistical approach and statistically tested before attempting to generalize. Hierarchical clustering was computed to identify clusters among the 35 judges, 3 who used similar decision strategies to evaluate applicants' qualifications.
Though 4 clusters were generated by the dendogram, we had no cognizance of how each cluster was different from the other. Results of binary logistic regression showed the dimensions that were the differentiating factors between the clusters, though, clusters 1, 2, and 3 gave maximal importance to 'individual' followed by business (cluster 1 and 2) and then people (cluster 1). However their log-odds ratio varied across clusters. All these results taken together (at least cluster 1, 2, and 3) illustrate that being 'high' on individual increases the probability of getting selected than the other two competencies of business and people. Binomial logistic regression on the overall sample showed that while judging maximal weightage was given to individual as a competency and so was the case while ranking later.
These results are to an extent counterintuitive because if we thought all that matters is knowing the discipline well in terms of textual knowledge, clarity of concepts, commitment to the discipline, ability to crunch endless data, and familiarity with the business process. Results in the present study illustrate that being 'business oriented' is clearly not the most important competency. Competencies related to 'individual-orientation' such as personality and attitude, values, enthusiasm, and thought process are the ones that clearly matter. Corroborating with the above results, Nyhus and Pons (2005) note that a common assumption among labor economists is that anything rewarded in a competitive labor market must be a skill. However, Bowles, Gintis, and Osborne's review (2001; as cited in Nyhus & Pons, 2005) showed that empirical studies of wage determination suggest that factors other than skills must be rewarded. Groves (2005) also documents that a surprisingly large portion of the variance in earnings is not explained by cognitive performance and educational attainment. Filer (1981) tested the effects of 10 factors, of which he showed that sociability, friendliness, thoughtfulness, and general activity (energy and vitality) have an effect on earnings independent of parental background, cognitive ability and schooling. Barrick and Mount (1991) and Salgado (1997) have documented robust relationships between some of the Big Five personality factors and productivity. The metastudies of Barrick and Mount (1991) and Salgado (1997) showed that emotional stability has a positive relationship with productivity, and it is therefore congruent with the efficiency wage hypothesis that we find a positive association between emotional stability and wages. Moss and Tilly's interviews (1995; as cited in Groves, 2005) with employers reported that skills such as motivation, teamwork skills, demeanor, and the ability to interact with others as increasingly important in labor market success. Stasz (2001) also confirms that employers are often more concerned about soft skills or attitudes, rather than academic or technical knowledge or competencies. They seek employees with the right attitudes and dispositions toward work-individuals who are motivated, reliable, and willing to learn and to take responsibility for their own learning.
The above argument can be extended to managers and leaders in general. Hogan, Raskin, and Fazzini (1990) summarize that there is a systematic relationship between personality and managerial competence. They further go on to say that certain kinds of people with identifiable personality characteristics tend to rise to the tops of organizations. Dotlich and Cairo (2003) explore and further investigate the derailers such as arrogance, melodrama, volatility, excessive caution, habitual distrust, aloofness, mischievousness, eccentricity, passive resistance, perfectionism, and eagerness to please that lead to failure of leaders and CEOs. Their thesis (analogous to ours) is that failure often has more to do with who people are than with what they know or how bright they are. Hogan and Kaiser (2008) also argue on similar lines. Now that we have some understanding of which competencies triumph in the job market, an attempt was made to understand the minutiae of their decisions through the idea of perception. Brunswik emphasized throughout the importance of 'perception' in judgment (see Doherty & Kurz, 1996) . The principal idea was that perception of the physical (and social) world was derived from multiple fallible (i.e., probabilistic) sources of information. According to Bühler (1927; as cited in Doherty & Kurz, 1996) , "perception was also based on signs-signs which function as . . . cues in the case of observation" (p. 115). Hammond (1996) questions, "What observable tangible indicators a person uses when inferring the intangible, the unobservable, in another person" (p. 87).
To answer Hammond's question in this study, for the candidate in vignette 14, there were multiple cues given out by the candidate where each recruiter latched on to different cues. All these cues are fallible and interchangeable in some way or the other. For example, on hard work and enthusiasm, one recruiter from cluster 2 who rejected her said the following:
Although she seems to be a hardworking and capable enough candidate, she has been impolite on a number of occasions. As a HR generalist she would need to interact with a lot of people and would need to get the work done. She should have the patience to hear others.
Another one from cluster 2 who selected her on the same basis said, "She seems to have strong likes/dislikes, but some of her qualities like hard work, energy, enthusiasm is what we would require at the entry level and hence she qualifies." Another recruiter from cluster 1 though rejected her, justified himself as follows:
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J has a decent personality . . . however she displays traits which would alert a hiring manager to recruit her in a professional work environment. She displays a certain amount of immaturity in her dealings with people and would need to follow professional etiquette in interacting with people like the play director in a professional set up. At an early stage in her career, she has got to be receptive about instructions and feedback else her development will be stunted. Also, she does not seem to display consistent behavior, she will not follow the play director's instructions but will follow through the dissertation supervisor's instructions (though grudgingly). As a result her behavior is not predictable which could create people conflicts. Organizations need 'smart workers' more than 'hard workers.'
The above example illustrates what Hammond (1996, pp. 86 -87 ) puts forth in an abstract way, "the lens model tells the researcher what to look for . . . How is the information that can be 'seen' used by the organism to make inferences about the 'unseen'?" It is important to note that decision making was one domain of reasoning that Brunswik saw as cutting across the dichotomy of perception and thinking (Doherty & Kurz, 1996) . Perception was described as being "uncertainty-geared," as working with a multitude of 'vicarious cues' of limited validity (Brunswik, 1966, p. 488 ; as cited in Doherty & Kurz, 1996) . Thinking, on the other hand, was described as 'certainty-geared' and 'machine-like.' It is not that the person does not think or does not need to think (see the way the recruiter above justifies his decision), but it is the earlier instance of perception which is followed by thinking which makes decision making an intriguing phenomenon.
If the quintessence of decision making is about choosing between alternatives (Hardman & Macchi, 2003) , then one would definitely want to know whether that choice was right or wrong. The moment we factor in the dichotomy right/wrong, it automatically means there is a criteria against which one has to measure. Hammond claims that conclusions about the competence of judgments and decisions will depend upon the selection of coherence or correspondence as the criterion (Hammond, 2008; as cited in Dunwoody, 2009 ). The correspondence theory of truth focuses on the correspondence of ideas with facts, rather than on the coherence of ideas with ideas. Thus, the word 'correspondence' can be roughly translated into accuracy (Hammond, 1996, p. 95) . In a typical double system lens model it would be corresponding ecological validity with functional validity, but in a lens Model n-systems design comparison with actual environmental outcome is not possible.
In fact, Weiss, Brennan, Thomas, Kirlik, and Miller (2009) think that it is not always possible for an evaluator to know the best answers which correspondence as a criterion may demand. We have calculated inter-rater reliability (with Fleiss multiple rater Kappa coefficient) for quantifying the extent of agreement among raters (as suggested by Gwet, 2010, p. 2) . Interrater reliability is a measurement of coherence criterion, extending beyond intrapersonal coherence to interpersonal coherence. That is, beliefs held by an individual are true if they are consistent with widely accepted beliefs of other individuals. This interpersonal coherence is what gives the This document is copyrighted by the American Psychological Association or one of its allied publishers.
coherence theory of truth normative standing (Dunwoody, 2009 ). The criticism with consensus (a coherence criterion) is simply that people may agree on poor answers (Weiss et al., 2009) . Accuracy or 'Functional validity' in our case (because we have followed an n-system design, rather than a standard double system lens model design) would mean examining their cartographic practice, where a 'good' decision would mean that mapping (because we compare between cues that are given importance in the judgment task [weights obtained in logistic regression] to cues that are thought to be important [weights obtained from ranking]) was done properly and a 'bad' decision is where mapping was not accurate. The ambition was not to find out whether the 'map' itself is rational/logical or not (because we are not doing the exercise of validation of cues per se) but how the mapping works. This mapping has been mentioned as 'awareness index' (see Graves & Karren, 1992) . In cluster 1, 2, and 3, while judging maximal weightage was given to individual as a competency and so was the case while ranking later. Only in cluster 4 while judging maximal weightage was given to business than individual but while ranking 'individual' was given more weightage. For the second preference, in cluster 1 and 2 there is a discrepancy between people and business. While judging 'business' was given more importance, but while ranking 'people' was given more weightage than business. Thus, the way in which interviewers actually evaluate candidates may differ from the way in which they believe they evaluate candidates. Degree of accuracy is proportional to the correctness of mapping. This I would argue is again adhering to the coherence criteria of truth. The coherence theory of truth states that "a set of two or more beliefs are said to cohere if and only if (a) each member of the set is consistent with any subset of the others and (b) each is implied by each of the others individually (Kirkham, 1992; as cited in Dunwoody, 2009 ). Schmitt (2004 as cited in Dunwoody, 2009) attesting to the coherence theory of truth emphasizes that truth is assessed via consistency of belief.
Conclusion
This article has attempted to answer through the lexis of competency which competencies are important for an HR at a junior level to get hired. Main effects and interaction effects of ANOVA show that HRs who possess some combination of the above mentioned competencies have more certainty of getting recruited than others. Cluster analysis categorized judges who have similar decision making patterns. Comparing results of binomial logistic with ranking scores illustrates that the way interviewers actually evaluate candidates may differ from the way they believe they evaluate. Inter-rater reliability indicated 'poor' extent of agreement among judges. This document is copyrighted by the American Psychological Association or one of its allied publishers.
Brunswik emphasized the role of 'perception,' which is the judge's ability to infer the unseen from the 'seen.' The lens model emphasizes that perception and thought cut across each other in decision making. Thus it is imperative to appreciate the intertwinement of both while studying decision making. Though much of Brunswik's lens model rests on the ideas of correspondence, the coefficient of interrater reliability and examination of their cartographic practice all point toward the coherence criterion. It is therefore an oversimplification to discuss the entirety of the Brunswikian program as correspondence oriented (Dunwoody, 2009) .
'Representative design' in Brunswik's terms sought to study behavior under the naturally occurring entangled conditions in the ecology (Cooksey, /2008 . To understand decisions 'in the wild' vignettes were used. Though this study was simulated, the sample consisted of actual recruiters from the industry. Experimental design such as the present one cannot be accused very hard of being 'unreal' because Folger and Turillo (1999) argue that the scenarios in thought experiments may be hypothetical ('unreal' in some sense) and thinly abstract, but they nonetheless encourage a type of vicarious participation which may be called 'embodied participation. ' Folger and Turillo (1999) emphasize, "We see experimental design as a thought-trial or mental-modeling tool. The point is to 'tease out' such issues as the constructs worth focusing upon . . .. These variables become the on-off switch in the sense that their manipulation (on or off) has an effect on the construct of interest" (p. 753).
Implications
This study showcases an empirical approach to demonstrate how decisions could be used based on competencies. The competencies generated can be used as guidelines and checklists by HR professionals at the time of recruitment. The competency model developed may be used to develop a training manual for interviewers. The training may foster recruiters to assess personnel based on objective competencies in order to avoid risky decisions. With the help of these competencies a psychometric tool can be developed which can be validated by linking it up to performance ratings. On the basis of the same tool candidates can be mapped while hiring. The vignettes developed can be used for future research in this area. Because the vignettes have been validated, researchers and practitioners can use the vignettes in training modules, which may be useful in developing interviewing skills and interobserver reliability. In the lines of similar research design this study can be tested in another culture to understand possible differences.
Both a limitation and also a strength of the study is that participants were chosen from a cross section of organizations, which might have led to a low This document is copyrighted by the American Psychological Association or one of its allied publishers.
interrater reliability. However, we had deliberately chosen from a cross section because an earlier study (Akhuly & Gupta, 2014) M is in the final year of his MBA education training to become an HR. He usually keeps to himself and has just a friend or two-and that too, because those two boys themselves are friendly with almost everyone around. M usually avoids interacting with his female classmates unless there is something strictly official-such as when he is made part of a team for assignments and he finds himself in a heterogeneous group. He feels uncomfortable and makes no eye contact while talking to them, and this in turn offends most of them. The girls find him aloof and reticent; so, they too avoid him and he is variously referred to as arrogant, paranoid, and so on. But the team he is made part of during group assignments is usually happy, because M is extremely sincere in his work and a hard-worker, finishing tasks on time and doing a pretty good job of them. Also, when he is forced to interact with others, they do not find him as snobbish and arrogant as they thought. While planning their projects, one also catches him cracking an occasional joke and offering to help others in completing their parts, even when he takes the onus of doing the most difficult parts of the assignments himself. As has happened over the past two years, after a group assignment is submitted the newly found friends would try to continue their friendship with him, but then, most of the times they would find him withdrawn and aloof again. But he is a favorite among his teachers-they know he is sharp, a fast learner, and extremely responsible. He knows his field and is up to date with current news and a lot of other information. He is known to read a lot, spend a lot of time in the libraries, and had also submitted a short paper to a journal. Though it got published, people learned of it only when someone else broke the news. M had not mentioned it to anybody. When a national daily had come to interview some students regarding their take on reservation in institutes of higher education, M had shared his views too and people had been really
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happy to find him share well-informed, rational, and emotionally-justified views. The dean of their department had also referred to his views that got published in the news report later that week, adding that M was someone the department and the university were proud of. While his classmates had cheered and tried to congratulate him, he had not reacted to anything, and had not even bothered to acknowledge their kind gestures. This had again earned him the label of being very high-handed and rude. M is more or less sure of what he wants to do in life and how he wants to plan his career. His teachers too are sure that, although he will be not be one to rush up the ladder, he will surely be a steady climber. Interpreting the logistic coefficients [for step 2 only]:
Direction of the Relationship
We can interpret the direction of the relationship directly from the sign of the original logistic coefficients. In this case the sign is positive. As the value of individual (high) increases [individual-high is coded 1], the predicted probability will increase, thus increasing the likelihood that the candidate will be categorized under 'selected' [because selected is coded 1].
Magnitude of the Relationship
The most direct method of assessing the magnitude of the change in probability attributable to each independent variable is to examine the exponentiated coefficients.
Percentage change in oddsϭ (Exponentiated coefficient i Ϫ 1.0) ϫ 100 (Hair et al., 2006, p. 389) For individual ϭ (13.785 -1) ϫ 100 ϭ 1278.5 For business ϭ (4.503 Ϫ 1) ϫ 100ϭ 350.3 If the exponentiated coefficient is 13.785, a one-unit change in the independent variable will increase the odds by 1278.5 percent. These numbers can exceed 100 percent change because they are increasing the odds, not the probabilities themselves. The impacts are large because the constant term (Ϫ2.432) defines a starting point of almost zero for the probability values. Thus, large increases in the odds are needed to reach larger probability values.
But we also know that to interpret the magnitude of a dummy independent variable:
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